
Find out where you are,  
where you need to go—  
and how to get there

DiversityInc’s benchmarking service is the most utilized diversity benchmarking service in the country. We have more than 
70 active benchmarking customers and have been doing this for seven years. 

The entire process is based on the data we collect and the methodology we use in The DiversityInc Top 50 Companies for 
Diversity competition. 

In 2011, the DiversityInc Top 50 had 535 participants, up 19 percent from the previous year. 

Our competition is editorially driven, and results are completely independent of business conducted with DiversityInc.

Benchmarking

Our benchmarking process, reports, presentations and advice produce results:
 28 companies moved up the DiversityInc Top 50 list this year; 21 were benchmarking customers
 13 companies made the list for the first time; 9 were benchmarking customers
 �In-depth, current comparative analysis of diversity-management initiatives and results based on DiversityInc Top 50 

database of hundreds of companies across several industries

What You Get our staff

 �In-person debrief from CEO Luke Visconti or Senior Vice President  
and Executive Editor Barbara Frankel and an analytic written report 
highlighting competitive strengths and opportunities

 One-year access to our benchmarking staff

 �Unlimited access to the living textbook on diversity management:  
www.DiversityIncBestPractices.com

 Six custom reports (click here to see sample) on the following topics:
• Talent Development/Mentoring • Employee-Resource Groups
• CEO Commitment • Diversity Councils • Recruitment/Hiring Gaps
• Retention and Work/Life

 �Access to our live webinars and to our library of past  
diversity-management webinars featuring presentations  
from DiversityInc Top 50 companies
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jackson
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shane  
nelson

for more information, email benchmarking@DiversityInc.com

2012 DIVERSITYINC WEBINARS 

Jan. 24	� Diversity-Department 
Structure

Feb. 28 	 Employee-Resource Groups

March 27	 Innovation

April 17	 Recruitment/Hiring Gaps

May 22	 CEO Commitment

June 19	� DiversityInc Top 50 Best 
Practices

July 17	 Talent Development

Sept. 18	 Mentoring

Oct. 16	 Diversity Councils

Nov. 20	 Succession Planning

�Six custom reports

Analytic Report
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IV. Employee-Resource Groups Are Vital 
 
How does the level of engagement increase when employees are members of employee-resource groups 
(ERGs)? At a recent DiversityInc roundtable, Aetna's Raymond Arroyo, chief diversity officer, shared how a 
study at Aetna showed that employees who are members of ERGs are 8 percent more engaged than their 
coworkers who aren't ERG members. "Our ERG members are more satisfied, have more pride in the 
company, rate managers higher and are less likely to leave," he says. 
 
Involvement in employee-resource groups allows people from traditionally underrepresented groups as well as 
those who might not normally assume leadership positions to take a more visible and significant role in the 
company. It empowers employees, which results in higher engagement, retention, productivity and innovation. 
 
Employee-resource groups (increasingly known as business-resource groups) are gaining in popularity and 
relevance to business goals. In the past five years, ERGs based on generational issues have quadrupled, 
global ERGs have increased sixfold, and veterans ERGs have increased tenfold. 
 
The charts below compare workforce retention with the percentage of employees in ERGs. The charts are 
broken down by race/ethnicity and gender. It's important to remember that for purposes of measuring bias in 
retention, DiversityInc counts white people as the baseline, or zero. Anything plus or minus three percentage 
points' deviation from that is not statistically significant. Total retention isn't the issue here—what matters is 
whether your company or the comparative indexes are retaining white people more than Blacks, Latinos, 
Asians or women. 
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DIVERSITYINC BENCHMARKING REPORT FOR AETNA 
 
Executive Summary 
 
Aetna first ranked on DiversityInc’s 25 Noteworthy list in 2007. The company has improved its 
ranking consistently, earning its first spot on The DiversityInc Top 50 Companies for Diversity® 
list at No. 48 in 2009, moving to No. 30 last year and to No. 19 this year. Aetna’s increase in 
ranking is notable because participation increased by 19 percent this year to 535 companies. 
Aetna’s year-to-year improvement can be attributed to factors including:  

 Women promoted into management (62 percent vs. 70 percent) 
 Employee-resource group participation (33 percent vs. 40 percent) 
 Philanthropy spent with multicultural groups (33 percent vs. 35 percent)  
 Procurement spent with women suppliers (1.9 percent vs. 3.3 percent) 

 
The DiversityInc Top 50 Companies for Diversity® measures diversity-management initiatives 
and human-capital and supplier-diversity results.  
This year, the DiversityInc Top 50 placed additional emphasis on consistently strong results in 
the four areas surveyed: CEO Commitment, Human Capital, Corporate and Organizational 
Communications, and Supplier Diversity. We required that all companies on the list be above 
average of all participants in these four areas. Aetna’s report card showed it to be well above 
average of all participants in CEO Commitment and Corporate Communications but not as 
strong in Human Capital and Supplier Diversity. 
 
The human-capital results, which are detailed below, indicate that Aetna’s diversity-
management initiatives are producing results for women but have not yet had a demonstrable 
impact for Blacks, Latinos and Asians. In this report, we will examine Aetna’s areas of 
opportunities in the four areas we measure and provide targeted recommendations on 
addressing them.  
 
CEO Commitment 

 
 
The data here references former CEO and current Chairman Ron Williams, who retired in 
November 2010. He received a perfect score in our questions for CEO Commitment, best 
practices that new CEO and President Mark T. Bertolini also is following.  

TABLE OF CONTENTS 
I. Executive Summary 
II. CEO Commitment 
III. Human Capital 
IV. Corporate Communications 
V. Supplier Diversity 
VI. Conclusion 
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Aetna’s ratio of women managers promoted vs. women managers is almost 1-to-1. This is 
similar to its competitors but Aetna’s women representation in both areas is much higher. The 
company has 16 percent more women managers and promotes 14 percent more women in 
management than its competitors.   
 

 

The significance of mentoring for everyone—including white men—has been demonstrated by 
several studies and is cited in these studies, especially by women, Blacks and Latinos, for 
staying at a company and taking on leadership responsibilities. Our data, as well as a study by 
Sodexo, shows a link between tracking the results of mentoring pairs, formal follow-up and 
improvements in retention, engagement and promotion.  

Seventy-five percent of Aetna’s managers participate in the mentoring programs but mentors 
are not trained and there is no formal follow-up. Ninety-six percent of the DiversityInc Top 50 
train their mentors and 92 percent have formal follow-up. 

For our webinar on mentoring on DiversityIncBestPractices.com, featuring Joanne McDonough, 
director, Office of Diversity & Work Life, PricewaterhouseCoopers, and Sheila Forte, HR 
consultant, Corporate Learning, IBM Corp., click here. 

 

http://diversityinc.com/the-diversityinc-top-50-companies-for-diversity-2011/
http://diversityinc.com/the-diversityinc-top-50-companies-for-diversity-2011/
http://diversityinc.com/images/pdfs/165358.pdf
http://diversityincbestpractices.com
http://diversityinc.com/images/pdfs/165554.pdf
http://diversityincbestpractices.com/topic/webinar-library/
mailto:benchmarking%40DiversityInc.com?subject=


Will this give us a business 
case for diversity?
We will benchmark you against 
companies in your industry, 
as well as companies that 
overall have best practices 
in the areas you are weakest 
in. We will show you correla-
tions between best practices 
and improving talent develop-
ment, reducing turnover and 
increasing engagement. All of 
these things save money and 
improve human-capital results. 
It’s logical to connect improved 
employee relations to improved 
customer relations, but you 
can document a business case 
for diversity simply by measur-

ing regrettable loss by race and 
gender. We’ll give you the com-
parative information you need 
to convince top management.

What are the deliverables?
You will receive a benchmark-
ing report, an in-person debrief, 
six topical reports during the 
year, employee access to www.
DiversityIncBestPractices.
com, seats to our 10 webinars 
(and access to our webinar 
library) and the ability to ask 
our staff questions. 

Is DiversityInc pay-to-play?
No, it costs nothing to 
participate in the DiversityInc 

Top 50, and companies do 
not have to do business with 
us in order to be ranked. A 
few companies on our list, 
including mainstays on our 
list such as SC Johnson and 
General Mills, do no signifi-
cant business with us. 
Benchmarking is the quickest 
and least expensive way to 
get the information you need 
to be competitive. However, 
it’s “on you” to execute your 
plan and achieve the results. 

Why should I benchmark 
every year?
This is a rapidly moving 
subject; just this year we had a 

19 percent increase in 
companies participating, and 
the total points accumulated by 
the DiversityInc Top 50 
increased three-fold over four 
years ago. The overwhelming 
majority of companies that rise 
on our list benchmark with us 
every year. They call us and 
email us with questions 
regularly. They also set goals 
by using our benchmarking 
report and special reports on 
Talent Development/Mentor-
ing, Employee-Resource 
Groups, CEO Commitment, 
Diversity Councils, Recruit-
ment/Hiring Gaps, and 
Retention and Work/Life. 

“DiversityInc’s benchmarking 
data is a valuable and very 
reliable resource that helps 
us calibrate our diversity 

strategy. The data is 
grounded in facts that help us 

allocate resources for continuous 
improvement.”
Dr. Rohini Anand, senior vice president and 
global chief diversity officer, Sodexo  
(No. 2 in the 2011 DiversityInc Top 50)

“I’m very impressed with the 
support you and your team 
have been providing to us. The 
new tools and resources are 
great and the benchmarking 

service has proven to be a 
tremendous value.”

Lorie Valle-Yañez, vice president,  
diversity & inclusion, MassMutual 
(one of DiversityInc's 25 Noteworthy Companies 
in 2011)

Benchmarking

Frequently Asked Questions

What our clients say

PRICE $65,000 for one year
for more information, email benchmarking@DiversityInc.com

http://www.diversityincbestpractices.com
http://www.diversityincbestpractices.com
http://www.diversityincbestpractices.com
mailto:benchmarking%40DiversityInc.com?subject=

